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CHAPTER I 
 TETROOUCTIO’ 


The frobles 

The present study has two purpeses; first, to measure changes 
in student attitude toward leadership resulting from the use of 
*roleeplaying" as a training tecanique as compared with measured 
changes resulting from the use of conventional techniques, such 
as the lecture, training film, and discussicn or conference, 
when each type of tecimique is used in the inetruetion ef comparable 
classes in a troop school; aad secend, to determine if "role- 
playing," which has enjoyed such popular success in certain indus- 
trial supervisory personmel training procrams, sight be an 
effective tecimigque in tas formal training of comparable super 
visory personnel (i.¢., noncomalesioned officers) in the Marine 
Corpée 

The aims of the study make necessary tie determination of at 
lenet tentative answers to the following questions: 

Of tie several variations, which appeare te be the 

most effective "role-playing" technique currently used in 

industrial supervisory personnel training programe that 

would be moat suitable for use in the experimental 

situation? 

Shat are the training techniques currently used in 
the leacership course of instruction at the troep sehecl 
in whieh the experiment is te be conducted? 


that instrusent(s) or —— are available for 
measuring or determining the general effectiveness of 
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the two types of training used in tie experimental 
situation? 


In the experimental situation, was the *"role- 
“ technique more effective taan tie currently 

used methods and techniques? 
Definitions 

Role~playing, aa used herein, may be defined as a form of 
dramatic presentation or sketch in which the situations and 
“roles” are interpreted and “acted cut" spontaneously or with 
& minioum ef preparation by members of the trainee group. The 
sketch "is a fraguent, a moment of life" (39). It is based on 
@ leadership prebles fros the dally work situation that is 
known te members of the class or taken from the experience of 
one of tie class but recognised as a real “problem” by otaers 
in the group (5). "Roles" are acted or played by members of 
the class with a minimum of preperation and ne rehearsal of 
Gislogue (11). The technique, as we shall see in Chapter II, 
is @ variation of tie “psychodrama" and "“sociedrama.” fEole= 
playing, also called “role-teking,” “experience practice," or 
"peality practice," as defined above and used in this study, 
resembles the “sccicdrama" in structure and objective in that 
the various aspects of the problem are of primary importance 
while "the individual's personal relation to the situation is 
placed in the background" (25). 
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3 
Military training manuals on the subject of leadership 
appear to be incomplete without the phrase, "leadership is the 
art of influencing human behavior" (17) (64). The authors of 
these manuals are not alone in taeir prediliction for this phrase. 
Tead defines leadership mere specifically but in similar phrase~ 
ology when he states that it "is the activity of influencing 
people to co-operate towards come goul which they come to find 
Gesirable" (52). Others” have used very similar definitions 
applicable both to military and nonemilitary leadership. 
fiowever, the definition and scope of leaderaiip for purposes of 
tunis study will be sore Limited then what could be referred to 
as "traditional" definitions. As used herein, leadership will 
refer to the supervision of military personnel in suberdimte 
positions of authority and responsibility by the formal, necessarily 
autsoritarian leader, in the non-tactical daily work situation 
where tue leader deals with subordinates as individuals or in 
small groups. Tactical and combat leadership, therefore, are 
excluded by definition. 
ducius defines training as “any process by which the aptitudes, 
skills and abilities of employees to perform specific jobs is 
increased." He contrasts training with education by stating 
for example, Bureau of Raval Personnel and Training, 
for »ractical t of Qualities, October 1541, 
De 193 “te Gity Ke “and TW. Case, The 
Psychology of Military Leadership, 1943, p. 102. 
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thet "education is a process of increasing the knowledge, undere 
standing or attitude of employees so that they are better adjusted 
te their working environment" (30), Om the other hand, sian" 
states that training may be defined as a process of assisting 
persommel - 

eooetO gain effectiveness in their present or future 

work tareugh the developuent of appropriate habite 

of thought and action, skills, knowledge and attitudes. 
Military training, particularly formal training in leadership, 
is more general end all-inclusive than toe Juciue definition will 
permit since it aims te increase the overall effectiveness of 
individvals in order that the fonctional effectiveness of the 
organisation may be increased. Therefore, while fully appreciating 
the distinction made by Jucius, the use of the word "training" 
in this study will be more general, including act only thé 
development of “understanding” and “attitudes” in the personnel 
being trained by formal (i.@., classroom) metnode. Thus, all's 
cefinition is considered more applicable to leadership training 
in a military situation. 

Honcomalssioned officers are tie appointed leaders of “rank 
and file" military personne] and perform their leadership functions 
on the face-to-face levels of the military hierarchy. They are 


ning in the Public 9 & report by a 
Kenan son Wao Wilkos Te > Chairman, Chicage, 
isl, @ as quoted by ialeey (26). 
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5 
frequently calied “the backbone of any organisation" (11) 
because of the role this group plays as emall unit leader or 
assistant to the leader of larger units. Noncomissioned officers 
are concerned primarily with implesenting orders and instructions 
transmitted from their iumediate leaders and overseeing the 
activity of personnel under their supervision (42). ‘*ebster 
(65) defines « noncommissioned officer as “a subordinate officer 
appointed from the enlisted personnel,...tolding nis rank by 
virtue of ¢ warrent issued by 4n eppointing officer, named by 
law." 

Honcommissioned officers in the United States Merine Corps 
ere denoted as follews: Corporal (third pay grade); Sergeant 
(fourth pay grade); Staff Sergeant (fifth pay grade); Technical 
Sergeant (sixth pay grade); Master Sergeant (seventh pay grade). 
The last three renk-groups are generally classified as staff 
nencommissionad of ficers. 


Ketuod and Locale 

The initial paragraph of this chapter sets forth the scope 
or aime of the current study. However, a brief description of 
the methed utilised in conducting the experiment and the locale 
are stated here in order that tae reader will have an adequate 
overview of the order in which the study wae made. 
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Initially, it was essential to establish tue fact that "role- 
playing" or “experience practice" leadership training sethods 
have been used with success in business and industry and then 
te select the particular technique or variation waich appeared 
most suitable for use in a military leadership training situation. 
The preceding steps wore taken after reading and analysing the 
wealth of material on the subject in paychelegioal, industrial 
amd personnel management publications and reports. 

The NOO Leacers' Coures of the Second Haring Division, 
Fleet Marine force, Camp Lejeune, Ne Ce, was selected as the 
site of the experiment because it is = large, well~organised 
formal troop sehool, The Course functions under the cognizance 
of the Commanding General, Second Marine Division, and under the 
direct supervision of an Officerein~Charge who is assisted by 
an ingtructional and administrative staff of eight officers and 
sixty enlisted personnel. 

arrangements were made with the Officer-in-Charge to use two 
classes (approximately G0 men each) in the experimental study. 
Fifty won in each of the two classes were paired or matched on 
the basis of seores wade in a preeexmperiment administration of 
& questionnaire on certain military leadership policies, practices 
and copiniess. The initial, or "Control" class wae given the 
standard classroom instruction in leadership by *conventional* 
mothods and the second, or "Experimental" class, used the select@d 
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role-playing tecimique. In addition, students in each of the 
classes completed very brief one page surveya after each of the 
classroom periods in which they rated the instruction as to 
applicability ef subject matter to an HCO's everyeday leadership 
problems, individual and croup interest and level of student 
participation as evidenced by questions end discussions. After 
completion of the eight hours of forsal instruction each of the 
groups was given a posteexperiment administration of the question= 
naires 

The effectiveness of tie two techniques was then evaluated 
terms of the measured changes in attitude resulting frem the ¢lass- 
room instruction, student survey data and comments made by the 
instructional staff, 


Need for Study 
The Noncommissioned Officer of the Marine Corps almost 

invariably has proven te be a competent, courageous and highly 
successful leader of won in combat situationseeand "the battle 

is tie payolf* when it comes to evaluating tactical leadership 
training on any level. However, military leadersazip is net 21 
*tactiosl leadersnip™ of units in the field, The latter term, 
including aa it does the most critical area of military leader~ 
ship in general, actually eubraces only a small percentage of the 
entire acope of noncommissioned leadership from the point of view 
ef time alone. for example, the routine of camp and barracks life 
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with ite seemingly endless series of administrative work and 
guard details and training periods, makes up the daily work 
situation waerein effective leadership, as it has been defined 
in tais study, must be exercised by noncomeissioned officers in 
order tist the immediate, ever present, day~toeday work of the 
organisation may be accomplished efficleatiy and effectively. 

A brief examination of official correspondence and reporta 
saking refereice to noncomulssioned officer leadership pere 
formance in very recent years indicates, as shall be pointed eut 
later, that the success of this group in tactical leadership 
has far exceeded their leadersiip performance 25 « group in tue 
less hauardous ant less glamorous, but also necessary, dally 
work situation. 

One authority on the subject of Leadersiip of a non-military 
neture states that "Success in performance is tie ultimate 
eriterian ef sucesss in trainings..." (52). Anyone familiar wita 
the Arwed forces would bardly deny that this statement applies 
equally well to militery leadership, yet if what hag been implied 
is gererally true--that the noncommissioned officer group in the 
‘Marine Corps ia not performing ite daily leadership function in 
the manner to be oxpected—-then it would appear necessary to 
conciude that nonetactical leadership training of the postewar 
noncommissioned officer bas net been as effective as it should 
heve beer. 
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Ae will be pointed out later in greeter detail, such training 
normally is received through supervised guidance and experience 
*onethe-job" and by instruction in service and troop senocls. 

In the letter situations, tie training method used in tie class« 
room hes been generally confined to what might be termed 
"conventional" or "traditional" techniques such as tie lecture, 
training film and, more recently, tae conference or discussion. 
That such @ practical and importent aspect of the military 
prefession continues to be presented in cur schools by these methods 
seexns strange when one considers the significant advances made 
during the past ten or 12 years in developing and using more 
realistic instructional matheds in tne area of tactics and 
techniques, This brings us te a consideration of the queation<« 
are there amy more practical and realistic training tecuniques 
or metheds available for use in tae classroom leadership training 
aituation? 

The success, in many industrial organisations, of "reole- 
pieying” or "experience practice” techniques in developing and 
ispreving supervisery leadership on the foremen level of manage- 
ment indicates that perhaps such tecuniques would nave siailar 
success if used on the comparable military supervisery level 
of the noncommissioned officer leader. Tuat tais group is in 
need of more efficient and effective training procedures in non= 
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tactical leadership is apparent when an analyais is made of 
studies, official correspondence and reports maxing reference 
te # noncommissioned officer leadership as it has been defined, 
Colley, in @ recent study, stated that too much emphasis has 
been given in tae past to the significance of “technical and 
tactical activities in noncommissioned officer leadersiip and 
the training therefor,* while, on the other hand, “too little 
attention has been paid to the non-tactical, personnel management 
and human relations activities inherent in that leadersiip* 
{emphasis added). This same writer concludes that good military 
leadershiy; must have technical and tactical competence but at 
tie seme time "must alse include a sound understanding amd 
knowledge of the proper handling of men” (13). 

Tn early 1950 the Marine Corps promulgated a significant 
order (58) reiterating the official policy of the Corps on the 
matter of personal leadership and the importance of "giving due 
consideration to the persenal situation of each individual wearing 
ite uniform," 

Annual inspections conducted by the Inspector General of the 
Marine Corps in the recent past indicate an awarenesa of the 
general lack of competency in noncommiasionad efficer non-tactleal 
lecdership and further point up the need for improving old and 
developing new techniques in nen-tactical leadership training. 

An examination of but a few of the cfficial reports of inapections 
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12 
completed during the past yeer, reveals several deficiencies in 
leadership as it has been defined for this study. For example, 
the official report (60) for one large installation indicates 
that "isprovement in personal relations is desirable..." and that 
"someeeehoncomiulseioned officers are apparently failing to give 
adequetes attention te the preblems of the individual." The 
report indicates that the condition ie by no means general but 
“apparently resulte from lack of realisation of responsibility 
in this respect” on the part of the noncommissioned officers 
concerned. The presence of large mushors of Reserve noncommissioned 
officers, whe lack practical experience in their current renks 
{having been promoted while on inactive duty), or who found ree 
adjustment from civilian to military ways too difficult, has 
undeubtediy intensified the situation under discussion. This 
was noted in ancther report of inspection whieh points out that = 

Many of the NCO's are reserves whose primary 
. @encern is their retern to civilian life and with 
pressing personal probleme of their own they have 
little inclination to listen to the problems of 
subordinates. 
This same report states thet “noncommissioned officers are not 
supervising their subordinates te tee desired degree nor are they 
concerning themselves with their /Gubordinates'7 personal problems 
and other matters of welfare," 
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The problem of handling newly recruited personnel with 
inexperienced noncommissioned officers was commented on in 
ancther report of an inspection at a large Reeruit Depot. That 
situation, ".«.directing the transition in a greup of youths 
from relatively easy home living to the discipline of the service 
through leadership-=not. force," requires a drill instructor 
(noncommistioned officer) with "infinite patience and a high 
level of sood judement,* according te the Inspector General's 
repert (60). 

& Senate Preparedness Subcommittes Report (56) on conditions 
at certain Navy and Varine Corps Training Centers recommended, 
amon: ether things not directly pertinent te this study, that 
the Warine Cerps take “immediate eteps to improve morale by < 

Retablishment of a realistic system whereby 

enlisted personnel may got a fair hearing for taeir 

grievances without fear of repricalse.se. 

Pithout commenting on the factual accuracy of the report or the 
wisdom of the cited recommendation it should be apparent tiat 

any grievance procedure systen in a large organisation, civilian 
or military, depends for sueceess om the degree of underatanding 
and co-operation extended by the face-to-face leader or supere 
visor. As Roethlisherger (43) stated in discussing the daily 
faco=-to~face relationship of supervisor and subcrdinate in business 
and industry 

eescOnly through them face interactions ean 


the subordinate learn t is expected of hin and where 
he stands. If in his relationship to hie superior the 
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Tt would seem that the ultimate success of whatever system 
is in use depents in large meagure on the co-operation and skill 
of the noncommigsioned leader in implementing the system. 

Although the Universal Eilitary Training and Service Act 
(Public Law 51), as proposed by the National Security Training» 
Comalesion has been defeated by vote in the 32nd Congress, it 
can be asguned that other proposals on this controversial project 
will be fortheeming in Congressional cireles. Any prepesal of 
the future will be essentially siemiler te the recently defeated 
bill in policies and standards having to do with the competence, 
quality and ability of both coumiseiened and noncommissioned 
trainer persomel., That thie Comsiseien (57) viewed the matter 
of leadership as & most vitel factor in the UM? Program is 
apparent. from the following ~ 

Our review of the succusaful Fort Knox Experiment 

eove OCuvinced us that the key tosses. responsible conduct 

on the part of trainees lies in the quality of their 

deaders. If the standards of the groupes ore te be 

raised, and then miintained at the new level, every 

elemant of the leadership must understand the standard ‘ 

and be convinced of ite sesential rightness....all 3 

officers, comuissioned and noncomissionsd wnevoidably ‘1 

influence the character of the sen under taem by their 

words and their sctiongess. “oe therefore regard as 


metters of first importantessesthst all trainer 


personnel be thoroughly indoetrinated in the working 
pailosephy of the program and acquainted wita the 
particular problems of dealing with young men of eighteen. 
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the foregoing examples and citations, with the exception 


of that concerning Universal Nilitiavy Training, provide ample 
evidence from past experience of the need for developing improved 
treining techniques in leadership which will increase the effective- 
ness of the inetruction presented in troop achoola, The UNT 
citation serves only te emphasize the need for preparing now 

for possible requirements of the future. 


Orher studies 
ixperivental field studies using releeplaying as an edu- 
cational or training technique have been conspicuous by their 
absence in the literature of educational psycholegy and induse 
trial personnel training, although reports of the narrative and 
case atudy type save been noted. The effectiveness of role- 
playing in supervisory and leadership training, claimed by its 
advocates, appears to be & matter of subjective evaluation or 
opinion ratier than the result of a more obj ctive and scientific 
experimentation. Bradford (7) discusses"experience practice" 
sessions a¢ 8 major, although preliminary, method in industrial 
supervisory training of the future. Hevelas (4) presents a 
subjective evaluation of role-playing in management training. 
He outlines its advantazes and the developmental steps in a typical 
training session wherein the technique is used. lis approach is 
pointed toward aiding course leaders a instructers in the use 
of the technique. Liveright (32) else outlines the various steps 
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or procedures in developing a rcle«playing leadership training 
seasion in industry and presents a more detailed discussion of 
advantages and dleadvantages in using the technique. Tyler (55) 
reperts a case study of the use of role-playing in a factory supar- 
visors! training course. French (20), Lippett (33) and Broaded 
(10) diseuse the theoretical aspects of role-playing and their 
application to leadership training in various fields. Graham 
(22) briefly reports tie effect on students of using “secioe 
Grama" in Yave officer training. The "effect" was determined by 
observation of student interest and enthusiasm in periods where 
the technique was used. Zamder and Lippett (67) present an 
excullent discussion ef the conduct of & role-playing or “reality 
practice" training situation while Zander's report (68) of a 
World “ar II Werchent Merine training program is particularly 
applicable te the current study beceuse of the generally parallel 
circumstances. 

Coleman (12) reports an experiment where role<playing was 
used in & college academic course. The experimental design 
included two groups and a pre- and post-test. Inadequate controls 
and relatively few role-playing sessions made his findings 
incenclusive except fer “introspective data concerning tae efficiency 
of this technique." Bowman's case study (6) in another college 
academic situation offers pertinent sugrestions te the instructor 
inexperienced in using the technique. Grambs' report (23) of a 
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study in which the peychodramatic techuique wes used in a college~ 
level course appears to be most extensive ani comlete. Tiree 
projective devices were used te measure changes in attitude and 
behavior, only cone of which, a Problem Situation Test, provided 
reliable data according te the author. 

So far as can be ascertained there have been no research 
studies or field experiments using role=playing or "psycho- 
éramatic" techniques in military leadership training situations. 


seo for study tA 

Rapansien of the regular Marine Corps and possible further 
expan@ion in the event of another national emergency, as well as 
the possibility of a Universal Military Training Program, requires 
that noncommissioned officers be well-trained in both tactical 
and non~tactical leadership functions. That they are receiving the 
training required in tecimical and tactical arees is indicated 
by the succese of the group as & whole in combat situations. 
However, the Section, "Weed for Study," bas amply indicated wherein 
current noncommissioned leadership has been deficient in certain 
manemanagenent and human relations espects of the non=tactical 
leadership function. 

This study, modest in scope though it is, may be of use to 
unite ef the Fleet Marine force ae well as other organizations 
in which formal instruction or traiming in leadership is provided. 
For example, noncommissioned officer echools are conducted by 
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17 
practically every unit the size of 4 battalion or equadren in 
the Fleet Marine force and also by many large and small bases, 
stations and detacuments throughout the Marine Corps. If the 
technique used in the experimental situation is sueceseful, or 
even shows promise of success, it is reasonable to assume that 
role-playing as a technique in leadership training would merit 
further trial and experimentation in cther units. 

The etudy may be of possible use te responsible officers at 
the Educational Center, Yarine Corps Schools, Quantico, Virginia, 
in suggesting improvements in the educational proceedures used in 
the leadership courses of the several schools at Quantico. 
Officers at lieadquarters, Marine Corps, responsible for preparing 
leadership training instructions and suggestions for use throughe 
owt the Marine Gerps may also find this study of valve. 


Summary 
It is believed that there ia a demenstrated need fer iuproving 


and developing the leacership skill of nencowniseloned officers 

of the Marine Corps, especially in the manemanagement and buman 
relations aspects of the leadership function in daily work 
situations. This can be accomplished, in part, by developing 

more effective types of learning experiences and more efficient 
training techniques for use in troop schools. In addition to 

the need for this study, it is believed that definite and immediate 
practical use can be made of important conclusions growing out 

of tis study. 
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CHAPTER IT 
ROLE*PLATING 


Origin and evelopment 

the terms role-playing, rele-taking and experience or reality 
practice ere variations of the "psychodrama” developed, if not 
originated, by a Austrien psychiatrist, Dr. J. Le Hereno. The 
actual origin of the "psychodrama" technique appears to be in 
dispute. Ansbacher (1) (2) holds that Gimoneit, the scientific 
Girecter of dersan military psychology prior to Yorld #ar II, 
was the originator when he experimented with the situation test 
in the 1920's as a leader selection method. On the other hand, 
Moreno has countered with « spirited rebuttal to this idea, 
contending that he (Moreno) first used the technique in the 
treatment of mente] cases in 1910 and that he actual], coined the 
term “psoychodrama." Moreno claims that his ideas were first 
published in ims Stegreiftheater in 1923 at Potsdam and that he 
 breught the idea to America shortly thereafter where it was 
utilised in ouch diverse fields as “edusation, group werk, community 
organization, psychological testing, paychotherapy, seciological 
researei, co-operatives, business, induetry and military schools" 
(38) 

The “soclodrams," ancther variation of the original technique, 
hes a fundamentally different purpese. Haas differentiates between 


the two teehniques by stating 
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19 
Payenodrama deals with a probelm in which a single 
indivi¢ual or e group of individuals are prive 

invelved. ‘Therwas sociodrama deals with p: in 

whiea the collective aspects of the problem is /Sic 

put in tae fereground, the individual's private relation 

is put in the background. The two camnet, of course, be 

neatly separated (25). 

Toe first use of psychoesociodranma techniques in other than 
mentel diagnosis and tuerapy is not clear although we knew the 
German militery psychologists used a form of role-playing, the 
“situation test,” in leader selection. The British Aymy also 
used a similar tecimique for the seme purpese during Werld Yar 
II (27) ae did tue tnited States’ office of Strategic Services 
in sereening agents for hasamdous duty during the same period 
(29) (50). -Inaseueh as this study is concerned with roleplaying 
variations of the psycho-seciodrama technique and then only as 
@ supervisory, saneagenent and leadership training method, no 
further effort or space will be devoted to enlarging on ite 
applications in selection, sducation and other training situations. 

Role-playing variations of the psycho-scelodramatic method 
have been uved in the supervisory personnel (foremen) training 
pregrams of many large industrial organizations during the past 
eight or ten years. Its use in such programs has been almost 
exclusively in the huuan relations, manemanazement and leadership 
areas of industrial work supervisien. Miller states that Norenc's 
Secienetric Institute first introduced role-playing applications 
in industriel situations in 1942. He further states that since 


its introduction, use of the technique “has spread through industry 
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20 
and is now a part of many training programs” (37). Loengenecker 
reports a study (34) in which ten organigations* responded to 
inquiries concerning their utilisation and opinion of rolee 
playing as @ training method. Practically all of the information 
derived came from companies whe found role-playing a “successful 
mothod of training" although he indicates that the number of 
companies using the technique appeared relatively "small" and 
that using companies had rather “elaborate training programs," 

Reperte” in prefessional and personnel management publications 

describe the use of role-playing (reality practice, experience 
preetice, etc.) in personnel training pregrams and discuss 
appileations of the technique in several industrial treining 
situations. 


The Technique Used in Experiment, 

In order te determine tha exact fore of role-playing to use 
in the experimental situation, it was necessary to select or 
Gevelop one that would be most suitable in view of tue large 
mmber of studects in the Experimental Class. This was accompliged 
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by reviewing and analysing many of the reports and articles 
published in management, personnel and psychological periodicals 
on roleeplaying, experience practice, or reality practice as a 
supervisory or jeadership training technique. A pattern or 
sequence of steps was doveheped eee ten analysis and used as 
& guide by the regulerly assigned instructor for the role~ 
playing sessions in the experimental situation. 

During the course of the review of literature it became 
apparent that variations of role-playing may be divided inte two 
general classifications according to the aim er purpwe of the 
training program within which they were used. In the first 
category are those variations which permit a greup of foremen 
or supervisers to practice new metnoés or techniques in buman 
relations or in handling personnel problems sueh as grievances, 
complaints, layeffs, «ete. In such training situations the 
emphasis would be on practice and develepment of specific skills. 
Training groups would be necessarily smell for the role=playing 
to be at all successful. In the second category are those 
variations which are used with large groups where the sain purpose 
is to concentrate on developing insight aad changing attitudes 
rether than allowing the trainee to "practice" specific leader 
ship skills. In the experinent, jinited classroom facilities and 
a very tight edhadsile of classes made it impractical te sub- 
divide the eighty man class groups inte smaller seetions for the 
roleeplaying leadership sessions. it was necessary, therefore, 
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22 
to limit the objective of the oxperiment to that of the latter 
eatezory, 1. Ge, *coveloping insight and changing attitudes." 
This was dene on the aseumption tat a significant improvement 
or change in attitude toward leadership methods, practices and 
opinions would have a beneficial effect on student noncommissional 
officer behavior on the job after completion of the Leaders! 
COUPES» 

Ag previously indicated, the review and analysis of availe 
able literature on the subject permitted the devel opment of 
steps or phases for use aa a guide to the instructor. The tea 
steps finally used are summarized below. They vere derived 
principally from & pamphlet on relewplaying by Argyris (3) and 
articles on the subject by Gradford and Lippitt (8), French (20), 
Lippitt (33), gander (68) and Zander and Lippitt (67). The steps 
arg 

FIRST = The Instructor sensitizes the group to its leader= 

ehip needs and discusses the value of the common 
experience. 

SECOMDTae Instructor encowrages suggestions from the class 


on specific leadership problems as oh bave 
experienced thee eee aahae Oh 
aa role-playing te follew (14). 


THIRD — One of the "problems" is selected by the group 
(or instructor) to be cramatized a "acted out" 
by several] members of the class. In some instances, 
it is advisable to preeselect one or ali actore 
rertiecipants in order that they may become more 
theroughly familiar wits a perticular problem or 
Sitvation, However, no rehearsal of lines should 
be permitted as @ spontansous approach is easential. 


ss 
Weenie 5 o Aeatpanuemneaaanimealion eel Metde at? tial! o2 
intigitea: guicelereb" . 60 4 cL yades 
tern eis «a om wd = ‘omet aby eict 
3 Y imonet ebutheta ol eynatio 

» LBHoMawed ere Mote sabtatgo 
Neem trata it mtd a 


‘ Ries Sines te Ps Gu ME 


& 
ae 


wins 


POURTE =~ 


BIOHTH < 


ia < 


23 


The Instructor defines the problem situation and 
roles for the participants so that the sketch does 
not become @ “battle of imaginations,” 


The Instructor assists the group to observe intelli- 
gently by omphesizing tie central idea in the sketeh 
anc suggesting that the class note anything thay 
velieve to te significant as the sketch develops. 


The situation is enacted by the actor-participants 
and the remainder of the group observes. 


The Inatructor "cuts" the action lmmediately after 
the climax or when he feels the sketeh has accomplished 
its purpose. 


The Instructor initiates the discussion phese by 
allowing the actor-participants to comment first 
(in order that they sey make the first opportunity 
to point out their mistakes) and centributes 
“expert” opinicna of comments when and where such 
appear to be desirable, 


Roles are re-played by other members of the class 
applying suggestions breught out in the discussion 
phase. (This step is optional with the instructor 
whe is in the best position to decide if such a 
procedure appears desirable. ) 


The Instructor swamariges the major pointe illustrat ed 
by the sketch and brought out in the subsequent 
discussion. 


It was believed thet this tecimiaue of leadership instruction 
would allow mewbers of the experimental group te gain a more 

vivid and clear insight inte everyday problems of NCO leaders 
and would effect a measurable change in the attitules of non- 


participants ag well as the acter=participante (whe, in this 
experiment, were relatively few in number). This was based on 
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the findings of an earlier similar study in a civilian educational 
Situation in which it wae found that, although only a few of the 
class teok part in the “psychodrama" ( role«playing), the eudience 
also "learned" because “the warming up precess or preparation of 
the clasgese. Creates a tension and alertness in all members.” 
The author, in discussing the effect of observing a role-playing 
sketch, continues << 
cesethe group is alert to clues as to what is 
or will be appropriate behavior, and more ready 
te accept ideas than in almost any other Learning 
situation. The effeet on the audience continues 
while the /Fole~playing/ is going on. Casual 
observation of an audience witnessing ... Fo 
demonstrates that they are invel in 
the Loneeeeits dramatic qualities allow for the 
greatest possible identification with the actorsec. 
the participants are friends and acquaintances, so 
what happens to them ic of more concern that it 
would be to strangersesee (23). 
Thus it can be seen that the vicarious involvement of the none 
participating trainees tends to affect their learning processes 


but to a somewhat lesser extent than tie actor-participante. 


Agvantages and Limitations 


The role-playing technique used in this study is net advocated 
&@s @ panacea for the leadership training ills of the Marine Corps. 
liole=playing like all other instructional methods and techniques, 
hae certain advantages and disadvantearee. While it te not within 
the purpose of this study to discuss them at Length it is considered 
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25 
acvisable end necessary at this point briefly to review several 
of the more important advantages in using the technique as well 
as the more significant limitations. This summary review is 


based on information outlined in articles by individuals experienced 


in the use of the tecimique in a variety of situstions, including 


industriel supervisory training programs, and is drew prineipally 


fron Liverignt (32), French (20), Bavelas (hk), Lippitt (33), 
Zander and Lippitt (67) and doslett (28). 
One of the principal advantages in the use of rele-playing 


is that the situation is made vivid anc concrete by having embers 


of the trainee group "act out" the epecific preblem. In this 
way verbal ami views] symbole used in discusaion give way 
initially to "live" material which, in terms of Gale's “Cone 

of experience,” more closely approaches the direct, purposeful 
experience of real life. He suggests that dyametiaation by 
participation and observation assists in getting “as clese as 
possible to certain realities that we camot reach firsthand" 
(26). ty means of problem dramatization, ell meabers of the 
trainee group Save 4 common "starting point" in tae discussion 
win fellows and ihe gap is bridged between an abstract leadere 


ship situation and a "li feelike" situation. 
The instructor, assisted by discussion from the class, is 


in @ position te commend desirable behavior as well as criticize 
poor leadership behavior in 8 specific situation. By providing 
an immediate eorrection of errore and reinforcement of desired 
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behavior an accepted principle of sound educational methed is 
ebserved wherein the chuorvers as well as the actor-participants 
benefit. 

A third netable advantere is that role-playing sessions are 
a nore effleient and economical mathod than "on-the-job" training 

which is a primary wethed in the leadership training of non~ 
commissioned officers. As French points out, %....role-pleying 
is efficient becauee it can accomplish with a whole group at 

the same tise what would otherwise nave to be done individually." 

The trainees gre sensitiaed to a variaty of leadership 
teciniques in rele-playing classes, especially when @ single 
problem is “acted out" with different individuals in the leader 
rele. This variation of the technique quickly demonstrates to 
the group that there are various ways of handling a particular 
problem and that ne two individuals in the lesder's rele will 
function in identical ways. Similarly, it is possible fer tie 
greup to heve an immediate knowledges of reaults obtained by 
the "leader" which cannot be chtained in a conference or 
discussion period where tie clase uses a purely verbal approach 
te the preblem. 

The instructor woo uses role-playing is able to develop "an 
ective, creative group because it requires participation of the 
group in @ way which ties in with taeir on important prebleme® 
(20). Alse, the technique assists in developing insigat among 
the trainee group inte commen problems in the supervision of 
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27 
subordinate personnel whe also have motives, probleme and attitudes 
which must be congidered by the formal, appointed leader. 

besides sensitizing twalnees to tae variety of solutions in 
@ given problem as described above, role-playing alee sensitizes 
the group, a3 individuals, to the effects of the "leader's" 
action on sis subordinates, or follewers, because members of the 
group eet in these reles and are in a position to deseribe their 
thoughts and reactions during tne discussion period following 
the rele-playing sketch. In short, the individual becomes 
sensitized to the effects of his actions on his zen. 

Another major advantege te role-playing is that the instructor 
has "control of the social envirensent beyond the training clase* 
anc can illustrate a great variety of leader-fcllower inter- 
persenal probleme--past, present, and futuree-merely by defining 
the situations and reles for the trainee group (20). 

yest of the literature reviewed tends to emphasize the 
advantages and possibilities of role-playing and either "plays 
down" w igneres the sore important of its limitations and dis- 
advantages. Generally speaking, these fall inte two categories; 
first, those arising culefly from the skill and experience of the 
instructor, and second, trose growing out of the ego-defensive- 
ness and resistance to change of the trainee group. ‘The woake 
nesses of the latter con be eliminated or neutralized somewhat 
by particularly effective instractional leadership. 
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The instructor, to be effective, must be imaginative, 
enthusiastic, resourceful and flexible, “seizing upon suggestions, 
seeing the potentialities in the dramatizaticns, utilising tie 
best talent in the group for the purpose at hand" (6). As one 
authority has stated -— "lectures, group discussion, role-playing 
can pe regarded as being on a continuum along which tae skill 
of tne instructor is increasingly important” (4). iow te develep 
skill in the use of rele-playing a5 an instructional aid is 
anewered directly in two sources, each of which indicates that 
effective use of the technique can best be learned through the 
simple expedient of “use and practice" (67) (4). 

Disadvantages arising out of the ago~defensiveness of the 
trainees group are usually, although not always, traceable to 
faulty er inadequate “warming up" of the audience for role-playing 
during whieh phase the interest of the group is awakened and 
individual memories are stirred (14). Bradford and Sheate (9) 
deseribe the “resistance to change” in trainees in five areas 
which can be summarized as-< 

1. Trainee bas “vested interest" in hie old form of 
behavior. He must be shown that the change will 
isprove his position. 


2. Trainee sas no experience with proposed change in 
behavior. 

3. Trainee has an inadequate perception of tae total 
problem, ie never sees the “othaer side of the 
picture" and therefore sees no need for learning a 
better way. 
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he ‘Trainee has a "status quo" smugness or 
gatigfaction with bls present level of 
performance. 


5. ‘Trainee resists change because of insecurity. 
The proposed form of behavior presents a greater 
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CHAPTER III 
THE NORCOMMISSICNED OFFICER LEADER'S COURSE 


Introduction 

individual treining of enlisted sen in the United States 
Marine Corps is based on instructicona in the Marine Corps Manual 
and Marine Corps General order Noe 03, "Individual Training of 
Enlisted Men." The general objective of ell training, as 
stated in the latter reference, ia —~ 

eeeste develop pride and self-confidence, discipline, 

physical fitness, technical proficiency, initiative, 

adaptability to varied conditions in the field, 

leadership, teamrork, one tactical proficiency in the 

individualeses 
Within the scope ef the over-all goal of training is the primary 
objective of noncommissioned officer training which is «« 

eveeto develop the iesdership and command potential 

of the noncommissioned officers by instruction and 

supervised guidance in the performance of their duties 

@¢ leaders and instructors (59). | 
Ae implied in the foregoing citation and stated in tase Marine 
Corps Sanual, tae principal agencies for training noncommissioned 
officers are “on-the-job training and the schools conducted by 
post and unit commanders” (61), 

The Leadership Course of the dud Marine Division, Fleet 
Marine Yoree, Camp Lejeune, Ke Ce, iu & troop school established 
by the Commnding General in accordance with the cited instructions 
(whieh are appliceble to all organisations of tne Corps) and | 
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3 
certain ether directives of a classified nature from the Commandant 
to the Commanding Generals of the Plect Warine Forces, Atlantic” 
and Tacifie. These directives on training to be conducted in 
Fur units stress, in part, the importance of developing none 
commissioned leaders and the necessity for troop schools wherein 
leadership instruction is emphasized. 

The Division Leadership Course, cstabliehed by a Training 
Order (45) seeke = 
To provide training for Honcommisaioned Officers 
to better equip them for present billets and to 
increase their qualificationa for premotion and 
leadership ability. 
The Course ie of tiaree weeks duration and is direeted by an 
Officer-in-Ciarge who is assisted ty an instructional and 
administrative staff of eight commissioned officers and & 
enlisted personnel. fach class consists of approximately eighty 
noncommissioned officers of all ranks whe are detailed te attend 
the course from the variow wits of the Division. The classes, 
therefore, are made up of students with heterogenous backgrounds 
in military oceupation, renk, and length of service. Each class 
is consicered ag a “stwlent company" and is divided inte two 
or more platoons. Classes commence training each Nenday so thet 
there are three classes in residence at 211 times. 
The Second Marine Division is a major component of tae 


Fleet Marine Force, Atlantic, which has its headquarters at 
Norfolk, Yirginia. 
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Curriculum 
The eccurse curriculum (44) consista of a tetal of ons 
hundred sixty-three hours of formal instruction divided into 


five sub-courses a6 indicated in Table I. 


TABLE I 


COURSS CURRICULUM 


IV | Basic Teaties 


V frechnigue of Military j 


Sub-course I consists of 105 hours clasercom instruetion 
in "Leadership" and five howrs in "Drille and Cereseonias" pre» 
sented by varicus training methods. Table II suemarised tie 
leadership subjects, mumber of hours allotted to each topic and 
the methods of instruction used during each peried. This experi=- 


ment was conducted during tie first #ight hours (list, and, 3rd ani 
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33 
lit periods) of the instruction. 


TABLE IT 


PROFESSIONAL TROOCTRIBATION 


Officer" 


"Tools of Leadership" 


*Technioue of 
Leadership" 


"Tractical Leadersnip 
Problems* 


"“Commmis and General 


| "Leadership 


(Yormal cuard Mount" 


© 


s + 


3h 


Period « @ "The Noncomaissioned Officer" 
ae Lecture and Conference « 2 hours 


lead leadership in the Marine Corps, in unite, 
by individual havines) how leslership needs are met. 


2e foncome LG: 
the Noncormi wiileer iss chain of commends 

sheen ai a te ME Get ace eee 

of the NCOs the NCO as a link between the Commander 

on Ra tal moe = pacglag iy genni ol 

his wm thority; his responsibilities « to his men, 

orgmisation, the Marine Corps, his country. 


Ras + See ot 
aaa Lecture and Conference ~ 1 hour 


2 

i PT cae cir Senteiints ete deiastvat ww anes Sane 
like "tact," "fairness," “decisiveness,” ete.3 with 
added experience the use of leadership teols and teeimiqes 
will become easier. 


tan be dlecusne ope eae headings of attitude, 
saw ago ee of duty and intelligences a leader may make 


takes but they should not be foolish mistakes; same 
takes should not be made twiee, 


le n Mi 
ee ; 
and munber vary but the yee og ie fairly consistent; 
disevssion of factors guch as physical fitness, bearing 
aid neatness, attention to duty, knowledge of profession, 
eon-operation, tact, initiative, judement and common sense, 
justice, force, courage, decisiveness, loyalty and 
enthusiasm, 
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Tee Tor organizations the lepartance of the 
wiasions organisation of wrt; training comends 
and orders. 


2s 


m by exemple; based on knowledge and 
auhted a naa NGO's responsibility for 
e-eoperations limitation of rewards and punish 
ments; unit pride ond loyalty; recognition of 
the individual Marine. 


ong. a6 rs for self=diselplines 
and unde ond punishment firemess and consisteney; 


reorinands 
group support of subordinate leaderss 
security; canyons: A lua 


This period, made up of tw 2 hour class sessions, is 
devoted to instructor-led discussions of solutions to a 


of s neture 
 tontecnipianed offieur lester end either ene 
cubeedhente oF 6 Sell, graup Of subordinates, 2 


The problem eltuations are "peckaged” recordings 
whieh depiet actual and fictitious examples of Leadership 
problems. 
ete mcaeetomannte 
Due to the lack of a recordeplaying instrument at the Leadership 


artificialty probably reduecd the total effectiveness of this method 
of ingtrestion an the recordings were complete with background sound 
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At tue end of each sketch the instructor calls en 
individual students for recommended solutions or 
coments. The recordings, or, in this instance, the 
inetructor-read situations are specific probleme designed 
te illustrate several leadership principles and techniques, 
Titles ef the situations are — 

l. "When Sergeant Secks Sergeant” 

2. "Rifle Inspection" 

3. “The Case of the Senior Sergeant” 

he “Derogatory Remarks" 

S. "The Foxhole Digrer” 


& "72" 


cueamary 
Vight hours of the Sub-cow'se on "Professional Indectrination" 


in the HCO Leadership Course is used to present: "Leadership" 
instructions to regular classes. YWethods utilized in this instruction 
include the conventional lecture, conference and training flim - 
wherein the students are presented organized facts, information 

and principles on leadership for noncommissioned officers. The 
instruction is of a "packaged" type yet also permits the 

instructor and studente an opportunity te discuss the material in 
erder te clarify points in question. 
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CHAPTER IV 
THE EXPERIMENT 


introduction 

In early February, 1952, the writer conferred with the Officer~ 
inecharge! of the Leadership Course and worked out the details of 
this Experiment. Ay that time, the Sth and 6th Classes were 
selected as the "Control® and "Experimental" classes, the role~ 
playing technique to be used was discussed, and certain back« 
ground of information about the Course chtained from responsible 
officers of the Division. In addition, the methodslogy was oute 
lined and arranyesents were made to administer the Opinionaire 
to the two classes before commencing Sub-course I and again after 
the eight hour classroom leadership instruction had been completed. 
Information exchanged during the February conference was supple- 
mented later and during the cow'se of tne experiment by night 
letters and mail correspondence. * Commnication aml understanding 
between tne writer and the Officer=-ineCuarge was satisfactory 
throughout, considering the distance separating the two. Cortein 
changes in original plans were made ty the Officer-in-Charge 
because of exigencies at the Leadership Course but, with one 
exception, were minor in nature. The significant exception was 
an sleventh-how’ change in the instructor for the Experimental 


Class. Original plans called for the same officer to teach both 
John Nesko, Major, Ue. Se Marine Corps. 


of wt Correspondence will be referred to hereafter by date and name 
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Classes, However, unforsesable developments necessitated the 
ageéignment of & new instructor? to teach the Experimentel Class 
using the experimental role-playing method described in Chapter 
Iie The new inetructor, although inexperienced, was familiar 
with tue technique as an educational method although not in its 
actual use. ie carried through tne experiment with only minor 
deviations from the original plans. 


Experimental Design 

A decision made early in the planning stages of the study 
@alled for an experimental design of the familiar Controle 
Experimental Group type with paired individuals. This decision 
was made because of the well-known advantages in such a procedure 
(18) (35). Determination of @ relevant variable to be used as 
a@ basis for pairing individuals was the mejor question to be 
anewered at that point. Several possibilities were available in 
this situstion. For example, general intelligence es evidenced by 
General Classification Test Scores, length of service, age, 
militery occupational specialty (infantry, artillery, administrative, 
food service, motor transport, armored vehicle, etc.). However, 
since the dependent variable in the experimental situation con« 
cerned changing and developing attitudes of individuals toward 


Edward feigan, 2nd Lieutenant, U. 3. Warine Corps. 
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33 
wilitary leadership practices, opinions and methods, it was 
believed that an independent mesouring instrument, such as an 
achievement test, would be a more appropriate and accurate basis 
for pairing individuals. Accordingly, it was decided to use the 
post-experiment measuring instrucent for this purpose by a 
pre-experiment administration of the test. 

In diagram form the design is identical to Stouffer's 
illustrative diagram of 4 model design (see Figure 1) for 
controlled experiments (49). hile Payne does not agree that 
this is necessarily the "ideal" model for "investigations of 
opinion and idea formation” (0), ite use in this study is believel 
to be warranted in view of the objective, subjects available and 
locale of the experiment. Also, the design incorperates the 
@lements considered ty Krech and Crutchfield (31) to be necessary 
in a study of changes in attitude. 


FIGURE 2 
DIAGRAM OF DESIGN 
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Meusuring Instruments 

in discussing the two purpeses of the present study, 4 bagic 
question was posed as follows: 

What instrument(s) or methed(s) are svailable for 

masuring or determining the general effectiveness of 

the two types of training used in the omerimental 

eituat ion? 
It was etated then that “tentative anowera"” would be obtained for 
tals, anc certain other basic questions. owever, a review of the 
literature on attitude-opinion research in the Aymed Forces, 
especially thet accomplished during Yorld Yar II, revealed nothing 
previously used that would be suitable in this study. Accordingly, 
At was secesvary to construct an instrument for measuring attitude 
teward military leaderahip of a non-tactical nature. In reviewing 
various teste and smessuring instrwaents for ideas as te form and 
content, the writer encountered tae File and Kemsers' Opinionaire, 
“iow Supery ise?” (19), which wae designed to be used in industrial 
supervisory areas. It appeared that an instrument of this type 
oiierec the bast possibilities for use in the experimental 
situation although considerable adaptation would be necessary to 
wake it applicable to military leadership practices. Using the 
inetrument as a model, the writer revised the itese to fit a 
uilitery eupervisory or nontactical leadership situation or 
éeveloped new items from militery training publications (17) 
(62) and the unpublished article by Colley (13) in whieh a "General 
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dob Deseription for Core Activities of Noncommalssioned Officers 
in the Infantry Functional Field” had been developed. 

The final product consisted of 100 items with three response 
selections and subedivided intc three sections titled "Pelicies," 
"Practices® and "Opinions." It waa designed as a non-speed test 
and ite primary purpose was to measure the single general factor 
of attitude toward allitary leadership practices, methods, ani 
opinions as indicated by tue verbalized opiniones of trainees. 

In addition to the item sections, there was included an 
information data sheet on which each eubject was asked to write in 
such basic informaticn as Mame, Rank, Military Secupational 
Speciality Mumber, Age and Date. Also, each subject was asked 
to imiiecate certain other information as -- "Seve you ever taken 
& Sencomissioned Offleers' Training cow'se?, “here?, When?, 
Masber of sen working direetly under your direction in your last 
asvignment before entering tiis course. idueation, and General 
Claseification Test Seare. Although actually not used this 
information was obtained for possible assistance in pairing 
individuals in the Contre] and Experimental Groups. A copy of 
the instrument ie included as Appendix I. 

4& basic aesumption in the use of the instrument was that the 
opinion technique, measuring purely verbal responses, provided a 
sound, although not perfect, measure of basic attitudes and, 
ultimately, behavior in the area under study. As Stagner points 
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42 
out, "There are numerous indications that opinions are more than 
mere verbalisations, that they are also predictive ef behavior." 
In support of this atatement he cites studies by Porter and 
Neumann to demonstrate “that verbal and overt behavior cannot 
be sharply seperated" (47). 

The answer key used to determine relative scores among the 
trainee subjects was arrived at vy an adwinistration of the 
Opinionaire to ten members of the instructional staff in the 
Leadership Course. A sivple fowfifths majority response on 
an item wes used as the critericn for acceptance as the "nost 
correct" response. Only feur items (Numbers 22, 35, 37 and 70) 
failed to produce a majority response from the ten "judges." 
There was no “uncertain” (that is, "?") responses in the key. 

A thorough preliminary test run and analysis of resulte to 
determine the validity and reliability of the instrument was not 
practical due tc time and distance factors. Nevertheless, 
establishuent of reliability and validity coefficients from data 
available in the experiment appeared to be necessary in view of 
McRemar's criticism of the use of attitude tests of unproven 
validity (35). In order to establish at least a tentative 
realibility coefficient, the response sheeta of 35 randomly 
selected wembers of the 5th Class (Control) were analysed to 
determine a "co-efficient of equivalence" anc to arrive at answers 
to the following questions: 
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(1) How precisely does the test measure? 
{2} How adequately doas it semple all the items 
that might be included? 

A coefficient of «71003 resulted from the use of the Kudere 
Riehardson formila (Case in) and, in view of the conservative 
nature of the method, is considered satisfactory for purposes of 
the study. The Opinionaire, although designed to measure a single 
general factor, actually might very well “cover many different 
abilities" making the “estimete from this formula....low, some- 
times much too lew" (15). 

Establishing the validity of the instrument was quite another 
problem and not nearly ae simple and clear-cut because of the 
éiffieulty in finding suitable criteria. However, the limited 
purpose of the test — to determines the subject's attitude as 
indicated yr his verbalized opinion «-- as Cronbach states, gives 
the opinion test a high degree ef validity "by definition." During 
the progress of the February conference with the Officer~-in- 
Charge, it was indicated that the instrument appeared to have @ 
high degree of "face" validity--an importent consideration in 
obtaining the co-operation and interest of the subjects being 
tested. Thie was berne cut when the staff completed the test te 
provide data for the anewer key. Aliso, these responsible individuals 
indleated that the teat was waable as a general achievement test in 
leadership and therefore had acceptability from the viewpoint of 
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“curricular validity." 

Rewever, these manifestations do not clearly establish the 
validity of the instrument «a compared with & suitable outeide 
eriterione A “suitable criterion,” in this instance, would 
appear to be the behavioral effectivensas of the subjects as 
leaders in their respective billets. ‘To determing this, it would 
be necessery to wait wotil the trainees returned te their respective 
unite and obtain ratings or observations on thelr leadership 
effectiveness as noncommissioned afficera. This wowld be an 
intermediete or ultimate type criterion and was manifestly im 
practical in this study. However, an immediate criterion for 
determining the validity of the test ae a predictar of success wae 
found in the final class standings cowputed by the eteff on the 
veasio of examination marks and staff observations ami ratings of 
students’ field work (46). “hile this criterion is relatively 
“impure” gince it includes certain cther factors not measured 
or intended te be seasured by the Opinlonaire, it does afford 
an adequate yardstick for comparing the test results with final 
ranking of the NCO trainees by the Cowrse staff since the latter 
is, in effect, an expert opinion cf the relative leadership 
effectiveness of the trainee as evidenced by their over-all 
performance in the course. Therefore, if cur initiel assumption 
vorrowed from Stagner, is accepted that opinions are "predictive 
of behavior"==<there is good reason for believing that the Opimionaire 
results should heave a predictive relationship to the criterion 
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In order to determine the validity of the instrument as a 
measure of success in the Leadership Course, final standing? 
for the 5th and Gth Classes were obtained and the fifty pairs 
of individuals in the Control and Experimental Groups were 
arranged in rankeorder according to the standings in taeir 
respective classes. These standings were compared with the 
relative standings of the seme subjects based on their scores 
in the pre-and poste-experiment administration of the test. The 
rankedifference correlation coefficients (rhe ys obtained are 
@ummerized in Figure 2. 


FIGURE 2 
RAWKDIFPRRERCE CORRELATION 


Sth Class 6th Class 
Experimental 
Pre 0374 038 
Post e759 | 3 


The coefficients, while relatively low (with the exception 
of the Post~Test fer the Control Oreup) are considered acceptable 
for this study in view of Cronbach's revarks concerning the range 
eof the group being studied. se pointed out that the correlation 


Wesko, 26 Warch, 1952. 
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"ig smaller in a selected group than in & group containing a 
wider rance of ability* (15). The noncommisaioned officers in 
tuis course supposedly have been pre-selected in tae normal 
promotion process during which taose men of very poor juigment 
@xi leadership ability were eliminated, i.e., not promoted. Also, 
the positive correlations obtained compared very favorably with 
examples given by Cronbach of valicity coefficients of various 
sizes obteined on a variety of tests ond criteria. Among the 
severcl given, the test, “Kow Supervise? correlated .16 with 
rating of success among LO pre«selected factory supervisors. 

In addition to the opinion-attituce einen inatrument 
descrived, students in each group wore asked to complete one~ 
pace surveys et the end of each classroom session during the 
course of the experiment. The Survey items were intended and 
designed to gauge the opinion of the students of the particular 
methed of instrucbien used by the instructor during that session, 
their opinion of the applicability of the subject matter to their 
everyday problems, ami their opinion concerning the degree of 
interest ongendered in tie class by the metiod of instruction. 
This metned was adegted because it wae believed that the trainees 
themselves wore in an eminently favorable position to rate the 
effectiveness of the two methods of instruction. As one group of 
@uthoritias (49) has pointed out, “what the men think about their 
training. e.smay net correspond te the judgment of experta; bub it 
is real to the men themuelves." The suthers observe that “Learning 
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is conditioned by the students’ opinions and attitudes with 
regard to the importance and probable weefuiness of the materiel, 
by nis interest in tae material..." and that the student is in 
a "uniquely favored position to lock back on his traiming in tae 
light of the duties he Aas.eseto perform.” 

Tae device used was tae "grapuic rating scale” in whieh @ 
straight horizontal line was drawn te represent the continuun 
in question. veveriptive tarmus were incladed under the line from 
one extreme to tie other (left te right). The seale was exployed 
because it represented # simple, wasily understood methed whereby 
witrsined rating personnel could easily and quickly indicate 
their opiaion of the items in question (21) (2h). The lines were 
ela inches in length end @ previously marked stencil divided inte 
6) equal units, was used to obtain quantitative sceres on each 
item marked by the trainees. in this way, totals and averages 
could be obtained and the two metneds of instruction compared on 
the tacis of item moan scores and method mean scores. A copy of 
the survey instrument ie inciuded in Appendix il. 


Conduct, of Experiment 

The experimental phases of the study were conducted during 
the period 10 felrwary ~ 1 March, 1952. Members of each class 
completed the Opinionaire on the initial day of the course; the 
post~-experiment administration took place during the third week 
after the classroom instruction in leedership was finiehed, 
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Pairing cone hurmdred individuals in the tro classes resulted 
in remarkably similar groups wien compared on tie basie of age, 
rank and leagts of service. The Control Group's average age was 
22 1/2 years ani the Sxperinental Group averaged 22 1/4 years in 
age. The average Control subject's rank was Sergeant with tiree 
years aml oight montas service as compared with the experimental 
subject's average rank of Sergeant with three years and seven 
nontas service. 

(ae Control Class received tueir instruction during the periai 
is february ~ 7 areh and tne Experimental Class during the period 
25 Yebruary ~ 1) Baren. Instruction for the Contre] Class was 
presented in tie conventional manner described in Chapter ITI. 
the Inetrueter for the Experimental Group, deviating from the 
original plane, used the initial peried for an introductory talk 
on “Noncoamissioned Officer Leadership" and then, with the assistance 
of the class, discu@sed leadership sroblems on the #CO level in 
preparation for the three sessions which were to follow fele- 
playing techniques and discussione of the sketches present ed 
were used in the @nd, 3rd ond ath perieds (tetal of six hours), 
following the general pattern of steps outlined in Chapter IT 
of tais study. Although only a total of fivee-rcle-plering sketches 
were presented, the limited nusber engendered considerable dls~ 
cussion by students in the Experimental Class. (me of the 


dramatized situations is cutampiddaeen.' 
Summarized from Peigan, 28 February, 1952. 
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This, and the other sketches, were presented spontaneously 
the "reole=players” and were followed immediately by a dis 
cussion among members of the class, including tae actor=partici-+ 
pants. Role-playing actually took place in the experinestal 

situation, because as Argyris points out (3) =< 

coos may say that role«pleying when @ group of 

Say eas er coset INO] ts eaas Soo Se et 

real life situation. All members of the group, including 
the actors, then talk about tue skit end try to enalya@ it. 

At the end of each regular period ef instruction in both 
Groups, students made out the Surveys previeusly deseripsd. Gn 
completion of the final period of instruction in each class, 
the post~experinent administration of the Qpinionaire was 
accomplished and results forwarded to the writer by mall (as all 
previous data had been handled) for tabulation of results. 

The pre and post~experiment administrations of the attitude 
measuring inetrument provided s total of fifty-three pairs of 
scores in tie two classes. fhe discrepancy between the total 
vmamber in the class and the number of paire derived was caused 


by the failure of several students in each class to take either 
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58 
the pree or post- test and inabliity te match certain scores, 
Pairing was accomplished on the bagis of exact scores or with a 
maximm variance of two points between individuals in a pair, 
The number of paire was then reduced to fifty for convenience in 
handling by randomly selecting out one pair in the upper, middle 
and lower thirds of the original fifty-three peir distribution. 


Femults 

The Sth Clase (Control) mean score on the pre-test was 63.6 
ao compared with a post-test score of 6).6 or an average gain 
per subject of only .02 points. The 6th Class (perimentel) 
mean score on the pre-test was 69.3 and on the post~experinont 
test increased to 75.5 or an average gain of e116 pointe per 
man. Net gain for the Control Group was 47 peinte and far the 
Experimental Group was 308 pointe. Therefore, the differenge in 
total gain between the two groups was 261 points in favor of the 
experiments] or role-playing method over tne conventiomal method 
of instruction, or an average gain per subject of 5.22 pointe. 
Table III swmarizes the essential data derived from computations 
whieh were based on & parallel problem situstion (66). The 
Critical Hatio, «931, when corrected for restricted degree of 
froodoa,® pecones 1.17. 
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TABLE IIT 


SIOMIVICARCE OF GIPFENERCE BETWEEN MEARS OF CONTROL AWD 
EXPERINERTAL GROUPS COMPOSED OF WATCHED PAIRS 


Contre] (A) Experimental (8) 
Sta Class 6th Clasa 
N 590 50 
Seen (Pre) 65.46 693 
o de? 4307 
Gy 5099 6627 
PAB 055 
batt w,, Seb 
O pire hn 5.8 
| Critical Ratio 1.37 


anna 


Wae the gain, or difference between the two poat-experisaent 
meane Significant or was it due in large mrt to the operstion of 
chance? By setting the mill hypothesis the statistical significance 
of the difference may be tested, On the basia of the data derived, 
the null hypethesis must be accepted with the conclusion that the 
rele=playing method was not significant in causing the ispreved 
attitude toward wilitary leadership and that the chance factor 
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52 
may have affected the change. eferring to Table A in MeHemar 
(36) the "t" is interpreted as a Critical Ratio and it can be 
seen that the ratio, 1.17, indicates that in repeated experiments 
with this sample approximately 75 times in 100 the difference 
would be found to be "true," or 25 in 100 instances the difference 
would be a result of "chance." 

fabulation of data derived from the surveys conducted at 
the conclusion of each period of instruction indicated that the 
trainees, om the average felt that there was little difference 
in the two methods as student interest-stirring techniques 
although the role-playing method was rated higher than the 
conventional methed in the matter of increasing student particie 
pation through questions and discussions. Insofar as student 
epinion as gaged by the survey is concerned, there appeared to 
be little difference between the two techniques in presenting or 
discussing subject matter which was applicable to everyday leader~ 
Ship probleme of the noncomalasioned officer students. A summery 
of the data obtained through the previously deseribed survey is 
presented in Table IV (p- 53). It should be noted that figures 
listed under "Periode of Instruction” are averages of all student 
ratings obtained for that particular period. Alao, that item 
averages are indicated by check mark JS on the gample graphic 
seale for clarification and simplification of interpretation. 
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Stafi Conments 

In addition to the somewhat objective measurement of student 
attitudes provided by the Opinionaire and the subjective rating 
of instruction ty the trainees, separate comments submitted by 
the Instructor of the Experimental Group and the Officer#ineCharge 
gave yet & third perspective of the experiment, especially in 
regard to ths effectiveness of role-playing as assessed by these 
two officers. Inasmuch as their comments were made informally 
in correspondence tney will not be discussed at greath length. 

fhe Instructor of the Experimental Group stated” that, for 
the most part, the men whe ranked high in the class “were receptive 
to our experiment and co-operated even though they could notece 
bring themselves to accept rele=playing's effectiveness." He 
points out that the heterogeneity of the group (from the stand- 
point of military job occupations) made it "most difficult" to 
develop preblems of a leadership nature having “universal 
application.*"” This officer further commented that the Group's 
“original enthueissm” for the method soon wore off and lapsed into 
an attitude that role-playing was "silly and ineffective." le 


40 In the opinion of the writer, 4 close examination and review 
of the various functional fields represented among students in the 
Leadership Course reveals one fact that eppears to invalidate this 
observation. That single fact is that the variable commen to 
@ll noncommissioned officer leaders is that lead and supervise 
fién and that leadership principles, by definition, are universally 

cable. Thies observation, of course, does not deny the 
fieulty in developing leadership problens of an inte onal 
nature te illustrate accepted principles of good leade. ° 
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55 
concludes hie remarks by pointing out that he had bad no previous 
experience in the teaching fleld prior to being assigned to 
the Leaderehip Course and that the epparent ineffectiveness of 
role-playing might have been due to “tactless handling and 
ameteurish technique," 

The Officer=in-Charge submitted other commana’ which 
indicates that he was able to sit in on several of the role~ 
playing sessions for a short time. From tiese observations, he 
states that role-playing appeared to be an effective method for 
teaching emall groups of men with similar intereste and back 
grounds. Ag an example, he suggests *all squad leaders" of 4 
rifle company or @ battalion. Alec, he points out the necessity 
of proper “spacing,” that is, separating two role=playing sessions 
with leadership instruction presented by more conventional methods. 
It will be recalled that the initial eight hours (first four periods) 
of this sub-course was devoted te role-playing and discussion in the 
Experimental Group. 
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CHAPTER V 


SUMMARY AND CONCLUSIONS 


Role-playing leadership and supervisory treining metheds 
have been used with apparent suceess in certain business and indus~ 
twial ergenigatione since the method was first introduced ae an 
inetructional technique in the United Stetes. 

A review and analyale of material on the subject of role- 
playing in industrial supervisory training resulted in the develop- 
ment of a technique which appeared to be suitable and applicable 
to the instructional situation of an established troop sehecl in 
@ large organisstion of the Warine Corpse. The technique adapted 
for use had as ite basis the ides tit meaningful participation 
can be an esventisi to efficient and effective learning. The 
rele-playing technique developed for use in the experimental 
situation, therefore, included active participation ef the trainee 
group in determining their every day problems in leadership or 
mnemanacement, the spontaneous dramatization of sketches 
illustrating these problems, and evaluation and discuselon by 
the trainee group of the specific problem “acted out" by the actore 
participants. The purpose of the technique was te change and 
develop-their respective attitudes toward military leadership 
methods and practices considered "good" by the school instructional 
etaff ani te provide insight into the leacersiip and man-management 
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57 
problems faced by noncommissioned officers in the every day work 
eituation. 

The troop scheol co-operating in the experimental study was 
the Leadership Course (for Noncommissioned (Officers), 2nd Marine 
Division, Fleet Marine force, Camp Lejeune, North Carolina. A 
review of the formal instruction (classroom) in leadership 
presented ia the course revealed that conventional methods, such 
86 lectures and a training film, were used in conjunction with 
several hours of conference (discussion) periods on leadership 
problems. 

Two classes of approximately eighty wen each were used in 
the experinent. Uxperimental design was the familiar Control- 
ixperimental Group type with individuals paired on the basie of 
seores achioved in the pre-experiment administration of a military 
leadership attitude measuring instrument. 

The measuring device used was an Opinionaire on military 
leadership methods, practices and opinions developed by the writer 
Som an industrial supervisory epinionaire. The test, consisting 
of 100 items in 4 single form, was used in beth pre=- and poste 
experiment efforts te measure atudent attitude by scoring their 
verbaliged opinions against a scoring ey derived from resulte 
obtained in an administration of the test to the Course instructional 
staff. The memory factor in using the single form within « three- 
week period was discounted in view of the concentrated ectivity 
and numerous scheduled examinations in the eurriculiw:. 
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In addition to the Opinicnaire, two different judgments ware 
obbained as a further indicetion of the effectiveness of the 
technique utilized in the study. The first was a survey of 
students dvteined at the conclusion of each period of classroom 
instruction in an effert te obtain their opinion regarding the 
applicabliity of subject matter presented in that period, the 
degree of interest shown by the individual and the class, and the 
level of student participation as indicated ty the amount of 
questions anc discussions engased in by members of the group. 

The second judgment was obtained from tie Instructor of the 
Experimental Group and the Officer-ineCharge of the Course who 
also was the Instructor for the Contrel Group. 

The "Control" Class received the standard instruction presented 
by conventional methods (lectures, a training film, and conferences). 
The "ixperimentel" Clase Inetructor used 4 rele-playing technique | 
developed fer use in the study. As originally planned, the 
Instructer for the Control Class was to have weed the two metacds 
for the two classes, the conventional method with tie Control and 
the experimental method with the Lxperimental Class. However, 
unforg@eable developments necessitated an sleventh-hour change 
and a newly assigned officer YES required to use the experimental 
technique with the 6th, or Uxperimental Claes. This major change 
in the instructor veriable was accepted--there was no alternative 


if tne study was to be completed, 
The effectivencss of the two methods was determined in terms 
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59 
of the measured differences in attitude resulting from a come 
parisen of the post-experiment mean scores of the Control and 
Experiments] Groups. Separste evaluations of the experimental 
techniques were obtained from a comparison of ratings mace by 
students in the two groups and judgments of the Instructor of 
the Experimental Class and the Officer-in-Charge. Student 
ratings were made on graphic scales numerically quantified fer 
purposes of comparison and the officers' comments were opinions 
based on individual observation and were included in informal 
correspondence. 


Conclusions | 

the sasignaent ef a new inatructor te the Experimental Clase 
introduced a varisble which could not be adequately controlled and 
waich must be considered as an importent factor in drawing con 
clusions from the study data. In view of this fact it will be 
impossible te state wiequivecally that any obtained ai fference 
in attitude change or variation in student rating was caused by 
the experimental varisble, i.e., role-playing, because of the 
possibility that the ehift may have been caused by variation in 
instructor ebility. The results, while inconclusive because of 
inadequate controls on the instructor variable, suggest that the 
experimental technique may nave operated in this situation to 
cause tae increased saift in attitude on the part of noncommissioned 
officers in the Szperimental Group over these in the Control Group. 
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The difference betwaen the post-experisent mean scores amounted 
to Sef polmte in favor of the former group. Statistically inter- 
preted, thia indicates taat “chance” may operate in 25 cases out 
of every 100 to produce the same difference. While this "chance" 
factor is too large to reject the null hypethesis and accept 
the difference ae “true,” it is believed that the practical 
difference is sufficient to suggest a trend in faver of the 
experimental technique. 

It is tentatively concluded, therefore, that the favorable 
euift may legieally have been the reault of rele«playing and the 
apparently more exteusive discussion and comment developed in 
these sessions as evidenced by the higher mean rating (53 points) 
by the Experimental Group in Survey Item Four (level of student 
participation as indicated by student discussion) than was made 
by the Control Group (41 points) in this Ite. This tentative 
conclusion is made in the face of the unentnusiastic appraise) 
of the experimental technique given by many students ant the 
Instructor at the end of the experiment. 

Tie second purpose of this study, restated in question 
form, wae —- "Is role-playing an effective technique in leadcer~ 
ship training of noncommissioned officers?* it is not possible 
to formulate a clearly affirmative or negative answer to this 
question fron the reg@ults obtained in this study. However, results 
Go indicate that, walle the experimental technique may have been 
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61 
effective to a limited degree in this experiment, previous 
experience ac instructors and dizcussien leaders is essential 
for those contemplating the use of role-playing techniques in 
leacership training. 

The experimental situation required the use of role-playing 
in the intial four pericds (eight hours) of @ Leadership sub- 
course. This concentration tended to "take the wedge off" role+ 
pleying and ite novelty soon wore off. This would lead to the 
logieal conclusion that role-playing must be considered as an 
*ingtructional aid” to be used when the training situation 
appears to be moat suitable for its use and not ae a method around 
wnich an entire leadership training course, or sub-course, is 
built, 

The experimental technique was appraised as “ellly and ine 
effective" by many students end the Instructor felt thet his 
technique was "amateurieh." These cheervatione lead to the con- 
clusien that the instructor's inexperience and lack of confidence 
in useing the technique may nave contributed to the students! final 
opinion on role-playing as an instructional technique. 


Recommendations 


In view of the measurable shift in attitude toward military 
leadership methods and practices indicated in this experiment, it 
is recomended that more extensive research be conducted in troop 
Schools in the use of rele=playing as an instructional aid in 
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62 
leadership training of noncommissioned officers. However, it is 
also recommended that any further experimentation with role-playing 
leadership training techniques be conducted only by experienced 
instructors whe are convinced of the inherent velue of tie 
technique and whe sre prepared to accept its limitations as well 
as its adventeges. 

Tt is recommended thet rele=playings sessions be included in 
the leadership courses of schools presently training non- 
commissioned officers in order that « growing number of rersonnel 
will become familiar with the technique as an aid in training the 
formal leader who has been given authority but who ie not necessarily 
adept in ite use. 

Finally, it is recommended that role-playing be considered 
as an "aid" to treining and that it be integrated into the 
training program or course and used as any other instructional 
"aid" is used—when the situation apoears to be suitable for its 


most effective use. 


Suggestions for Furtuer study 
Although the resulte in this study are inconclusive in ragard 

te tie effect of role-playing instructional techniques on student 

attitudes, it is believed that the experimental design and methodology 

used was essentially sound. Therefore, it is believed that further 

experimentation in this area would be fruitful, providing certain 

factors especially the instructor variable, are more adequately 
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63 
controlled. 

It is alee suggested that future experimentation aim not 
only at providing traines insight inte leadership problems for 
the purpese of developing attitudes and changing behavior but 
taat trainees be allowed to practice leadership skills under the 
supervision and guidance of an experienced leader~instructor. 
Although such studies wlll require experimental classes aub- 
divided inte saall groups, the experimentation will be consistent 
with paragreph 2,001 of the Marine Corps Manual (61) which states 
that training be "practical and interesting" end other instructions 
which emphasize the importance of supervised guidance in leader= 
ship training. 

4 thorough preliminary statistical analysis of the Opinionaim 
wes not attempted in this study. further research and experi«e 
mentation to improve the reliability and validity of the test 
as an inetrument for prediction end diagnosis should be of interest 
and of value te the service. 
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OPLEICBALEE 
on 
; Hon-Tactionl Leadership 
Methods, Praetices and Opiniones . 

(Adapted from “How tuperviset® by File and Nemuars) 
BOMO concccce woceeccceneverces ROME seseeereestONO = USMOR 
Military Ceeusational Spetialty Ho. .. 1... ce0 eee ABM aencseecs 
Date ae tot ead Have you ever taken a Noencommiseioned 
Officer's training Gouree? .......60 MMOTEP.. ccc cee UMOM. cc eee 
Number of men working direetly under your direction in your 
last sesignment before entering thin anouree .....0cccennareceee 
Réuention; (2neirele last year completed) 


Grade tehrol High School College 
hsg697 8 1 24 4 12% a4 
TETRODICTI OF 


All well tneown writers on the eubject of military lesdership 
agree thet “noncommissioned officers are the backbones of any 
orgenization® anil thet « good outfit eannet encceed without 
loyal, well-diecinlined nencommiesioned officers. This Opinion 
aire is made up of iteme related to non-fecties] leadershiv 
situations which mey be encountered by you, me 2 noncommiasioned 
officer in eny Marine Gorpe unit. The lict of statements ie 
divided into three sestiona, POLICIES, PRACTIO DS AD OPINIONS, 
Please snewer each item according te the dircetiona at the hee 
ginning of exch section, 
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Seetion 1 


*olietes 


The following liet of policies or methot« could he used by various 
lenders in hanéling men in their respective unite, Some of theee 
will seem desirable to you ant eome undesirable, Flease anewer 
each item senording to your opinion of ite value {n rrefucing more 
aie ant esprit de corpe. 


i. 


2. 


2. 


10, 


11. 


12. 


GB DPesirable ? meertain + 86 'ndesirable 


Draw & eirele sround the snewer which best renresents your 
opinion, 


Keeping the men informed of work or training cutloeck in the 
forseenble future and the plans for accomplishing thet work 
or a er errr re rr a ? 9 


fraining 8GOs to handle complaints ani grivee of nen under 


re ar ra eer NE mmr ae rt ? YW 


Publishing reporte or statements on the reeults of sa 
tions in which the unit oarticinated,......26.8 %% 7 


Molding the eupervisor (Officer or "00~in-Gharge) reaponet- 
ble for the confitiones in hie unit........60ee 2 % FF 


Making the private in the venr rank feel thet he ia on 
important part of the wnit ...cccnccasccessees 2 OY 60 


Making eecignments te the better billets on the bacia 
OF Lomgth Of GOPTEOO cc cccinssacnasvasecsaces OO. F F 


Assigning 700s on the Basia of how much they Enew about 
the different jobe they are to have .......06. 5 7? 7 


CAivying men who are working or treining a ten minute 
brerk every hour ev haddebeRatvecubhiawtas cece on % G 


Publishing the names of men whe have received recent pro 
motions and the new jobs to which they have been 
aseigned @reecun eee te eee eeeceue ee eoeeewevu ers oon er ¥eene ¥ ? i 


Requiring BOCs te attend weekly training seesions on 
subjects relating to their prefeasion........ 5 % YF 


Asking the edvice of senior M6Oe on sertain uroblems 
relating to the men PPveeT sy CT ree reer TT errr Ce 7 YW 


Promoting ani encouraging recreation and morale prejecte, 
much ae athletic teams, hobby shooa, ete..... 0 7? FU 
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25. 


Providing meeial channels, (ouch aa “equent Moat") 
for hearing ané adjusting serions grievanoees....cecece 


Rolding a siperviser resmensibie for the quality of 
work turned out in hie seetion ......ceacacccceeecene 


Providing especial interviews for men wo fer dise 
charge whe have indisated ne degire te re-enliat..... 


Allowing HCOe to have more frequent Leaver of abe 
senee than men of legmer rank ....cccececnenusenssees 


Rehlising consiatent discipline in the unit by 
% i ting ali of fenders on the AIM WAG Bevenvescecsee 


Helying to solve persons] prodlems of the sen when 
requested eevee eeaee ers ee Gn eeeee ene eeeeanee eee eet evneer eam 


Requiring aech FCO to take 2 prominent an? active 
part im the training of Bie umht ...cccnesteneesennce 


Promoting only thoce gen whe have denonetreted ab- 
4lity in their epeciality, regardless of relative 
seniority See e oases see ehoaeet es eneteseeeeoeceeate eee reanhe ae 


informing the mon, whenever vossible, of what ia 
going on eutelde of their WEE Ws a ves 004645400004 bE ee 


Tesuing definite rules and inetructionse for handling 
all the detatie of work te anch HCO — in —— 
or a dete{) eeeenaneeaenrea »o@Paeaeretenuweree eee eeene * ~erne 


Training subordinate leaders in indenendence, in- 
itiative and a sense of resoonsibility by allowing 
them some freedom of netion within their evn avhere., 


fraining eubordinnte lecdere te anke qaiek deeietons 
in noncombat leadershi« situstions using these facte 
which are immediately svailable......ncceseeeecses «8 


Allewing MAecivliine te “enee uy whenevey poseli ble 
but Yerneking down® when 1% becomes necessary... .....+ 


Requiring lenders to set « good exmmmle of sonduct 
for those men directly in their charge en? for others 
with whom the jenders femme in senteact... eee ence eee ee 


Requiring @leanlinesrs and neatness of the men in the 
OUI WATE a8 x6 ood oe oe ends onsadwaves eeezaee oe eeovean ge 


Soeerving the role that «hen an offender hae poid his 
penalty anf learned hie “leseon® he atarte afresh 
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Seetion If 
Practices 


Tre following liet of practices could be need by various non- 
commiseioned offieers, Seme of them will seem dasirable te 
you nnd sone undesirable, Plense indicate your anever secord- 
ing to how you feel about using mach a practice ae your own. 


Do Deeiradie % UWeertein G Wndesirable 


Oraw « cirele around the answer which best represents your 
opinion, 


29. Aémitting tocyour men vhen you have made so wrong 
ee er ey er re err eer R 


3, “Telling each man whether he 1+ improving or not, and 
4? SO, Sy re re ee Ter D 


1, Becoming familiar with aupervicery methods and Lead. 
ershis technimes usai by WOO in other outfite...... B 


22. *elling » man the reasons for changes he is required 
to make in his a re eusherre iabsawna w 


7%, “Oxplaining Marine Corps volisies ahout the orometion 
of anli «tie po ee ee ee ee er ee ee ee eee ee ee ere er D 


%. Aagking « men to eritietse hie own work... .ecseevseceve B 


25. Praising a man for a job even if it dosen't come up 
to whet yu Chink 16 showld De, wcccccennvncnecevess b) 


76, Keeping an informal record on esch mon in your unit 


er SOV Gilg nc swan cd eheseknerensacesnasecenessecnewa Bp 


"7. fetting wp the mon whe conalistently does the best 
dob ac an exemple for other men to follow......ssecoe BD 


38. Expleining to men whe have made unnesble suggestions 
about improving work or training procedures why their 
ideng oannot be wut into Use cencccsscccseseesesnesen LF 


39. Mentioning the names of men, at unit meters, who have 
asone Qacr wets during the PARR cc ccivecnovervecuensés D 


LO, Giving all extre work detaile to the moet inefficient 
yieys ‘n your MS bbc thd dbeakee ee nwa eenee *eteoe es @ ea Os DB 


“1. TAsetening to avoonrently wnrensenable aripes from 
men and then forgetting about them... .ccceccncecerese B 


Kh, Aaking your men for suggestions before starting an 
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63, Arranging for the trenefer of disentiafied, but cane 
able individuale to other unite... .cecesnonesnevceceen DP F UD 


i, Velling inefficient men in your unit te “get busy or 
gat ont * Cee eeeeete eee neReOe re eoree ep Wks 4:6 0s HE when ele ? uv 


4S. Recommending your beet men for srountion even though 
you will lose their services once they sare vrometed,, D ? U 


h6, Instructing the next senior man in your unit on hew 
Qe handle your JoBressecusesscnvennascsnans-cresecnee BO FY DB 


“97. Recommending your beet wen for tranefer te another 
anit because they will ba detatle’ te more reepnnei ble 


SOA GRé icc ccc ac dewdds bk WOd8 68 ORS eee dhe eee ne bean wens ? vu 


42, Hakking efforts to amnoth ont personal dislitces among 
the bi Bo in your Gc wk ce ieked seek hehe eee becnevbeon 2 ? W 


49, Making en exemple of one man vho hae comaitted an 
inelenifieent violation of remristions in order to 
prevent further trouble vith other men in the outfit, BP ? UD 


55, Uxejeining in detail all new orders and inetroetione 
affecting the men in FOUF ULE ccvvcanccsesvccnsesess Bp? 


Sl. Urging your mon to handle thetr own vrobleme without 
seeking advice from WPGRG i occecccnccteecscacsesscune B ? v 


52. Dividing extra work details se equally as possible 
among al) the wen 48 powr wal $, ..0ccncenascassasscces DR ? Vv 


8% Suggesting to men who appronch you with personal 
problems thet they “go see the chepleim’........+..6. 2 F F 


Sh, ‘xseting discipline in the unit on the beeie thet 
sertain men (the 106 whe don't get the werd) whe get 
ot of line will *get the worke* while the other men 
will get some individual conelderntion.,..cccceurceae TF F YD 


§S. Lesrnime to deo a job by the ammiication method, thet 
is, by aetuwliy Going 1% "on She Job*....ccsavccvecoe U T F 


56. Veking your wen feel thet you vill licten te viet 
they have tr GPP ores sesenenenvavsesnwagss kere me t v 


$7. eprimanding « euberdinate leader tn front of the 
other wen ie @ gof way to let them know whe fe the 


WOWRs 66d ke done osnednnnndean dines bens cancer wnneeee<e4 D ? vy 
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Striving to learn the limitattona of each man in do- 
ing his SCR cre cendedusyaneeeedhs segues + ssurnevewns YD ? Q 
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60. 


The followirg are ovinions held by verions 200s in the Meri ne 
Gorpe. You will nrehably ngree with sowe of the stntemente and 


Mxplaining to » new man exectly hov to do a certain 


75 


jov rether than ahowi ng Bie oe nbs un ened bamenbeneee ae D ? Y 
fendering tectfal advice te lesa experienced junior 
offieers when euch s course of setion apoent« ta be 
MOPTOPOTL ARG. acvcceereueneaueenss "“@rt hore eoeaneenun eee ee & 2. D 7 v 


feation ETT 


Gpintons 


@ieagres with othere, Flense indlente how you feel about each 
item ty marking the etetements as follows: 


A Agree Y Uneertain DA Plesgree 


Draw 2 olrele axound the ansver which beet represents your oninion, 
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the nature of an NCO's duty makes 4t necesanry for hiz 


te be &Leliked by hia Rg cee ROR Re ED RR ERE OKO ED B 


whet a man thinke ie unieweortent eo lone ae he ie 


éolng hie job WE sccvceneevesecesnccarconestenvence # 


Fraieing wen for good work only leads them to exsect 


promotions or apecial considerntiona.....ccacreccreen & 


¥heat a wan doee durtne hie ‘bff duty time’ te of ne 


Somern to hie tka txendeedhaedvcnetdaeeeeeteas sees A 


The way 2 man ig treated by hie fellew Marines will 


probably determine whether he likes hie duty aselen- 


ment or WB cane atin ne nnen kien wn en eseeecchdanensecans & 


Tf a man ie capable of d-ing a job, he will become 
interested in it without any etimmietion from the man 


he fe wor tring CNM incon eee eenneeenen tase bere eeaus a 


‘he only fmmortent reeuirement for an FCUO is 2 oom. 
piste underetaniing of the jobe in the wit for which 


he ie POPCORN Geos cane tnerenneeeennnsadeaenenqenuns A 


AMLIitgy te handle men t+ inborn, not learned.......00 A 


A wan who ie peeeed over in a sromotion i« entitled 


te lenew Ws i'n ee nage eben ewenhennade ceneweweeeds cunne A 


HOOe are wewtliy eriticised more then they deserve... A 
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72. 


If a men goes over your head with « grievence or com 
plaint, it is ueunlly » sign of peor mmervicion or 
leandership HT your PAPV eer cveeneseanoneusersaapaanens 


A noncemmiesioned officer te a wiefit unlesa he hea 
the confidence and loyalty of hie mome....s02-0+-000% 


Rapid lemrners are neueliy avick forgetters.....c.ees 


Hoet men fo a good job if ther get a good bewling ont 
theyer and CRB ic. n 6 sheen eunaneeenadnes cease eenrhenedenes 


A men's opinion ef hig NOD ie ack very Limortant..... 


Lying, though distasteful, ie often nececgary to Yeep 
& £Yowp of nen WOPNE RRs oi cdc edi nnckeseneendeane cease 


Srnining ie needed to wroduce good POOR. cca ecnseeses 


Keeping © wan efraid of you in the bert way $6 im 
sure that he will do a good day'a worKesesecersscesce 


Yaat workers ueurlly wake sore mistakes than slow 


UOTE Se cc dvaweenkeweccdenseaderenseeeenevenavenucens 


The prestige of nencommissioned officera in lessened 
when subordinates must be haniled aq individacla, 
each with his own viewsoint, desires, needs and 


THEOL EOER cc cencsvauscrcegeetessereeneasbascenseesaes 


A good NGO auvervisor mact be able to de ali the jobs 
performed vy the en he MUIPOKTL MORe cise reseccceronce 
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A good HOC enn tell what « ean is worth the first time 


he talke with Rs, os kkcand cad idwweee exons neetaws an 
The first duty of a HOO when handling x scempleint is 


A 


to yeint ont te the man where he ie wrotiqfecs. creer cee A 


Host men will do better work when constantly watched 


by the WEOeL We ORAP RO sec ccncesscreceseneveceacescnenes A 


Lees istelliigent som tend te resent monotonous tasks 


mere than the Sov GT mate SWALVEAGEh es cc ke vevawannasnaeves A 


Aating ee = counselor to his men fan's rart of a 
PCO" s SR se ner aennecnns TeV eerreeeVCCr erry eee sf 


Obtaining information about eurreant eduinistrative 

regulations (daily routine, uniferm of the fay, ete.) 
ia the individual reapensibility of every Herine and 
met the concern of thety HCO, .. cece cenanenecannnces 
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Cheering on the adeonmey and omre of thetr men's clothing 
is solely the duty of the Officer Lender anf is not the 
eonnern af the ttinetiduntiketmaaabindadwh ss eA ® een A ? 


The beat wey a 700 aan get reenect from hte men la by 


Deing severe anf “Gaugh®...cncvesncunsssvsnaccsecsses & T 


Praising 2 men for f4ctng hia duty ta a bed tden...ce. A ? 


Hen ugnelly resent it tf their HOO Lender tates « 


perennal interest in Gham... ..ccccsesvccenvescenssace A 7 


Mme of the beet ways for on FOO lender te obtain the 
frienishinp and enoperation of men i« te aevoriate with 


thea whenever ooreible at the BM Olub, on liberty, eA ? 


Striving to understand men as indiviaveles will be 
te no avail beeenee men in a milite:y orgertantion 
have te be trented Ck oie neces baka s ee eieennsax A ? 


trying to improve yourself in leadership techni cues 
ean be of Little use since nm lender is torn, not unde A ? 


MaLitasy Aeseipline evet be founded on a mechonicnl 
and wuninquiring stbmiesion te ordera......cscsscsceee A ? 


Meny noncommicrioned officers of today are deficient 
in deairable qualities of lenderahinv...scesers sevens A ? 


Preeent wrunpenngesient methot« ant orneticoes in the 
military profeeston are crewing to be aati efactory 
ani, therefore, thers ic nn need to keen abrenst of 
now develooments in thta ares that may he of use te 


CO WME TLGAITs nes cdncernncasneneevoncse¥eeeesnecansenes A ? 


Tt 4s eseenticl that the 100 lesder wtintain himeel? 
in goo4 chysienl eondition in order hat he will 
be able to heve the ontience ani judgement necesenry 


to the vrover solution of bie proWlome.....ccecsrcees A. ? 


Besides knowing hic Joh, an FOO ehonl? onasess 2 
baokgroand of knowleftge to lend hie grou in thought 
mad WOT a kéddae «-nemeneneene cen eee eevee vne aser*+eeage A ? 
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SURVEY 


This survey is part of a study aimed at improving the technique 
of classroom leadership instruction for subsequent classes in the 
Second Marine Division Leaders' Course. The survey is made up of 
several items relating to the technique or method used in presenting 
today's instruction. Please be frank and honest in giving your 
° on. There is no RIGHT or CORRECT answer to any question or item. 
It is desired only to obtain your OPINION on each of the items. Befor 
answerti the numbered items please fill in the following blank space: 
using ormation given to the class by your instructor: 

Date Period of instruction 


Subject matter or title 


Method of instruction 


Mark { ) on each line the position which most nearly approximates 
your opinion regarding the particular item or statement in question. 


1. Did the subject matter of today's classroom instruction aaa to 
your everyday problems in leadership as a noncommissioned o cer 


Not at all Not very Applicable Fairly ap- Applicable 
applicable. applicable. in certain plicable to a very 
parts. throughout. great extent. 


2. In my opinion, the method or technique of presenting today's in- 
struction was-- 


dry and unin- not partic- fairly in- very inter- highly inter- 
teresting. ularly in- teresting. esting. esting. 
teresting. 


3S. Considering the class as a group, I had the impression that they 
were-- 


mot at all [n- not very in- Intereste afrly in- ghly Inter- 


terested or terested or or attentive terested ested or atten- 
attentive. attentive. to parts of or atten- tive through- 
instruction. tive thru- out. 
out. 


4. The general level of student participation (1.e., questions, dis- 
cussions, etc.) during this period of instruction was-- 


norisexistent (no relatively moderate fairly high ~ exceedingly 

questions or low (one or (several (many ques- high (a great 

discussions). two ques- questions tions and number of 
tions and and discuss- discussions). questions and 
discussions). ions). discussions), 
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